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 This systematic review investigates the relationship between High-

Performance Work Systems (HPWS) and employee resilience. As 

organizations face increasing volatility and uncertainty, understanding 

how HR practices contribute to workforce resilience has become 

essential. A systematic search was conducted across Scopus, Web of 

Science, and Google Scholar for peer-reviewed articles published 

between 2012 and 2024. Following PRISMA guidelines, 47 relevant 

studies were selected based on inclusion criteria focusing on empirical 

or conceptual linkages between HPWS components (e.g., training, 

empowerment, performance appraisal) and employee resilience 

outcomes. The review identifies three central themes: (1) HPWS fosters 

resilience through skill-building and autonomy-enhancing practices; 

(2) psychological safety, leadership support, and organizational culture 

act as key mediators or moderators; (3) resilient employees contribute 

to adaptability, engagement, and organizational sustainability. The 

review also reveals a geographic and methodological gap—most 

studies are concentrated in developed economies and rely on cross-

sectional data. This article offers a synthesized pathway between 

HPWS and employee resilience, integrating multiple theoretical lenses 

including the AMO framework and Conservation of Resources Theory. 

It also provides HR practitioners with practical guidance on designing 

resilience-enhancing systems. HPWS, when strategically implemented, 

can significantly enhance employee resilience. Future research should 

explore longitudinal impacts and cultural contexts to deepen 

understanding 
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1. INTRODUCTION 

In the current organizational 

landscape, characterized by constant change, 

uncertainty, and technological disruption, the 

ability of employees to demonstrate resilience 

has become indispensable [1], [2] Employee 

resilience is broadly defined as the capacity to 
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positively adapt in the face of adversity, 

stress, or change [3] This adaptive quality not 

only benefits individuals by supporting 

mental well-being and career sustainability 

but also enhances organizational performance 

through improved agility, innovation, and 

employee retention [4], [5]. 

In parallel, organizations have 

increasingly adopted High-Performance 

Work Systems (HPWS) as a strategic HRM 

approach to optimize workforce performance. 

HPWS refers to a bundle of coherent and 

mutually reinforcing HR practices—including 

selective staffing, comprehensive training, 

employee involvement, performance-based 

compensation, and continuous feedback—

that aim to enhance employee capabilities, 

motivation, and discretionary behavior [6] 

These systems are rooted in the Ability–

Motivation–Opportunity (AMO) theory, 

which posits that employee performance 

improves when workers are (a) able to 

perform, (b) motivated to perform, and (c) 

provided with opportunities to perform [7]. 

Recent studies have shifted attention 

toward how HPWS can serve not only as a 

performance-enhancing mechanism but also 

as a vehicle for promoting positive 

psychological outcomes, such as engagement, 

psychological empowerment, and resilience 

[8]; [9]. Additional support for this can be 

found in recent bibliometric research that 

identifies work engagement and work-family 

conflict as central constructs in resilience-

related studies, highlighting their mediating 

role between HRM practices and 

psychological outcomes [10]. This pivot 

reflects a growing recognition that human 

capital must be both high-performing and 

psychologically robust, particularly in the face 

of workplace stressors such as digital 

transformation, economic shocks, and 

pandemics [11]. 

Moreover, the COVID-19 pandemic 

amplified the necessity of organizational 

resilience by revealing systemic 

vulnerabilities in workforce adaptability. In 

this context, HPWS emerged as a buffer 

against psychological strain by offering 

stability, predictability, and support 

structures [12] For instance, organizations 

that implemented autonomy-supportive 

practices, flexible working arrangements, and 

inclusive decision-making mechanisms were 

more successful in maintaining employee 

morale and productivity during crises [13], 

[14] This aligns with recent national-level 

evidence showing that hybrid work systems, 

when supported by enabling HR practices, 

play a critical role in maintaining employees’ 

work-life balance and psychological stability, 

especially in times of disruption [15]. 

Theoretically, the relationship 

between HPWS and resilience is also 

supported by the Conservation of Resources 

(COR) theory, which asserts that individuals 

strive to acquire, protect, and build 

resources—be they physical, social, or 

psychological—in order to manage stress and 

thrive [16] HPWS practices such as mentoring, 

skill development, and inclusive leadership 

contribute to the creation of such resources, 

thereby enhancing an employee’s ability to 

cope with uncertainty and recover from 

setbacks [17]. 

Despite these insights, the extant 

literature remains fragmented. While some 

studies focus narrowly on singular HR 

practices (e.g., training or empowerment) or 

specific sectors, others adopt broader 

conceptualizations without empirical clarity. 

There is also limited consensus on the 

mechanisms—such as psychological safety, 

perceived organizational support, or 

leadership style—that mediate the HPWS-

resilience link [18] This lack of integrative 

analysis underscores the need for a 

comprehensive synthesis of available research 

through a systematic review.  

Given these developments, 

understanding how HPWS influences 

employee resilience is not only theoretically 

relevant but also practically urgent. 

Organizations increasingly demand 

employees who are not only technically 

skilled but also emotionally and mentally 

equipped to navigate change. By mapping the 

pathways from HPWS to resilience, this study 

contributes to strategic HRM discourse and 

provides actionable insights for practitioners 

aiming to build sustainable, adaptable 

workforces. 
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Although resilience is increasingly 

recognized as vital in organizational settings, 

especially in times of crisis such as the 

COVID-19 pandemic or economic downturns, 

there is limited clarity on how HR systems 

shape this psychological construct [19] Some 

research suggests that well-designed HPWS 

can foster resilience by enhancing employee 

capabilities and providing psychological 

resources. However, empirical findings are 

scattered across disciplines and vary in 

methodological rigor and theoretical framing. 

Moreover, studies differ in their 

interpretation of what constitutes resilience, 

making it difficult to draw generalizable 

conclusions. 

This systematic review seeks to 

address these gaps by synthesizing the 

existing literature on HPWS and employee 

resilience. It aims to provide a coherent 

understanding of how HR practices can 

facilitate resilience, which mediators or 

moderators influence this relationship, and 

what implications this has for theory and 

practice. 

Despite growing interest in this area, 

several knowledge gaps remain: 

1. Most studies adopt cross-sectional 

designs, making it difficult to capture 

the dynamic nature of resilience over 

time. 

2. There is limited exploration of 

contextual factors, such as national 

culture, leadership styles, and 

industry volatility, which may 

moderate the HPWS-resilience link 

[20]. 

3. A disproportionate focus on Western 

or East Asian settings suggests a need 

for more diverse geographical and 

cultural studies [21]. 

Additionally, few studies integrate 

multiple mediators (e.g., psychological 

empowerment and organizational 

commitment) in a single model, which 

restricts theoretical development [22]. 

The primary objective of this 

systematic review is to map the conceptual 

and empirical linkages between HPWS and 

employee resilience, drawing on evidence 

from peer-reviewed studies. Specifically, the 

review seeks to answer the following research 

questions: 

RQ1: What components of HPWS are 

most commonly associated with the 

development of employee resilience? 

RQ2: Through what mechanisms 

(mediators or moderators) does HPWS 

influence employee resilience? 

RQ3: What are the theoretical 

frameworks underpinning the relationship 

between HPWS and resilience in the existing 

literature? 

RQ4: What are the practical and 

policy implications of implementing HPWS to 

enhance employee resilience? 

By addressing these questions, the 

study contributes to the growing discourse on 

how HRM can support individual-level 

psychological outcomes and organizational 

adaptability. 

This research is significant for both 

academic and practical reasons. 

Academically, it contributes to the theoretical 

development of the HPWS-resilience linkage, 

particularly by integrating perspectives from 

the Ability-Motivation-Opportunity (AMO) 

theory [23] and the Conservation of Resources 

(COR) theory [24] These frameworks suggest 

that HR practices can either build or deplete 

employee resources, thereby influencing their 

resilience. 

Practically, the review offers 

actionable insights for HR managers and 

policymakers. In an era where organizational 

survival often hinges on workforce agility, 

understanding how to design and implement 

systems that cultivate resilience is vital. For 

example, in sectors prone to disruption such 

as healthcare, education, and technology, HR 

leaders can leverage the findings to 

strengthen talent management strategies and 

support employee well-being. 

2. LITERATURE REVIEW 

Each quote from the book is cited in 

the text, and cite the source in the 

bibliography. In-text citations are written like 

this: (Author's last name, year: page) or 

(Author's last name, year) for the source of the 

book. While citations for online sources are 
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written like this: (Last name of author/ editor/ 

institution, year of posting).  

2.1 High-Performance Work Systems 

(HPWS): Concepts and Components 

High-Performance Work Systems 

(HPWS) have been a central topic in 

strategic Human Resource Management 

(HRM) for the past two decades. HPWS 

refers to a set of coherent and mutually 

reinforcing HR practices designed to 

enhance employees’ abilities, motivation, 

and opportunities to contribute 

effectively to organizational goals [25], 

[26] The typical components of HPWS 

include selective hiring, comprehensive 

training, performance-based 

compensation, employee participation, 

job security, and internal promotion 

opportunities [27]. 

HPWS is often framed through 

the Ability–Motivation–Opportunity 

(AMO) theory, which posits that HR 

practices should be designed to: 

1. Build ability through training 

and development, 

2. Enhance motivation via 

performance-based rewards and 

job security, 

3. Provide opportunities through 

employee involvement and 

participatory decision-making 

[28], [29]. 

Recent studies show that these 

systems do not merely increase 

organizational performance but also 

foster positive psychological states, such 

as job satisfaction, engagement, and 

empowerment [30], [31]. 

2.2 Employee Resilience: Definitions and 

Relevance 

Employee resilience is defined as 

the capacity of an individual to adapt, 

recover, and grow stronger from 

workplace adversity, uncertainty, or 

stress [32], [33] Unlike traits such as 

emotional stability or grit, resilience is 

now widely viewed as a dynamic, 

developable capability [34]. 

At the organizational level, 

employee resilience contributes to: 

1. Enhanced coping mechanisms, 

2. Decreased turnover intentions, 

3. Sustained performance under 

pressure[35] 
Researchers also distinguish 

between trait resilience (innate capacity) 

and state resilience (responsive to 

environmental influences). This review 

focuses on the latter, as it can be shaped 

by strategic HRM interventions, 

including HPWS [36] 

2.3 Linking HPWS and Employee Resilience 

The intersection of HPWS and 

employee resilience is an emerging 

research stream. Although much of the 

literature has emphasized the impact of 

HPWS on organizational performance 

and employee well-being, fewer studies 

explicitly analyze how HPWS practices 

promote resilience [37]. 

Empirical evidence suggests that: 

Training and development 

enhance self-efficacy and psychological 

resources, which are foundational to 

resilience [38]. 

1. Employee involvement fosters a 

sense of control and meaning at 

work, promoting adaptive 

behaviors in the face of stress 

([39]. 

2. Supportive leadership and 

inclusive communication, often 

embedded in HPWS, increase 

psychological safety, which 

mediates resilience development 

[12].
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Figure 1. Conceptual Framework – Mapping HPWS to Employee Resilience 

2.4 Theoretical Foundations: AMO and COR 

Perspectives 

Two theoretical frameworks are 

especially relevant in understanding the 

HPWS–resilience linkage: 

1. AMO Theory [40] HPWS 

enhances the ability (A), 

motivation (M), and opportunity 

(O) of employees to perform. 

Recent extensions of AMO 

suggest that psychological 

outcomes, such as resilience and 

engagement, emerge when all 

three dimensions are supported 

simultaneously [41] The role of 

knowledge-based HR practices in 

developing psychological 

resources also aligns with 

insights from knowledge 

management studies in 

Indonesian higher education 

institutions [42] suggesting that 

investment in intangible assets 

can enhance employee 

adaptability. 

2. Conservation of Resources (COR) 

Theory [43] [44] This theory 

posits that individuals strive to 

acquire and conserve valuable 

resources. When HPWS provides 

psychological resources such as 

autonomy, social support, and 

feedback, employees are more 

resilient under stress and less 

susceptible to burnout [45], [46]  

This is in line with earlier 

findings in the Indonesian higher 

education sector, which 

emphasized that knowledge-

based HR strategies enhance 

organizational effectiveness by 

building employees' cognitive 

and psychological resources [47] . 

These frameworks jointly suggest 

that HR systems play a critical role in 

building resource reservoirs—both 

tangible and intangible—that act as 

buffers against adversity.
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Figure 2. Global Distribution of Studies 

3. METHODOLOGY 

This study employs a systematic 

review design to examine the relationship 

between High-Performance Work Systems 

(HPWS) and employee resilience, using the 

PRISMA 2020 guidelines [48] to ensure 

transparency and replicability. The purpose 

of this methodology is to synthesize empirical 

and conceptual evidence from peer-reviewed 

literature over the last decade, highlighting 

theoretical underpinnings, mechanisms of 

influence, and practical implications. 

A comprehensive literature search 

was conducted using three major academic 

databases—Scopus, Web of Science (WoS), 

and Google Scholar—to identify relevant 

studies published between January 2012 and 

March 2024. Access to Scopus and Web of 

Science was made possible through an 

institutional subscription provided by 

Universitas Pendidikan Indonesia (UPI), 

which allows students and faculty to log in via 

the university’s digital library portal. In 

contrast, Google Scholar is freely accessible 

and was used to supplement the search and 

capture grey or less-indexed literature. 

To integrate results from all three 

databases into a single data set, the following 

steps were taken: 

1. Download Citation Lists: Search 

results from each database were 

exported in standardized formats 

(e.g., .RIS, .BibTeX, or CSV). 

2. Remove Duplicates: These lists were 

imported into a reference 

management tool such as Zotero or 

Mendeley, where automated and 

manual deduplication was 

performed to eliminate overlapping 

entries. 

3. Apply Inclusion/Exclusion Criteria: 

After de-duplication, all titles and 

abstracts were screened using 

predefined inclusion criteria (e.g., 

peer-reviewed, English-language, 

workplace context) to ensure 

consistency across databases. 

4. Final Selection: The filtered records 

were merged into a master 

spreadsheet or coding matrix for 

thematic analysis. 

The search strategy employed 

Boolean operators such as "High-Performance 

Work System" OR "HPWS" AND "Employee 

Resilience" OR "Workplace Resilience" AND 

"Human Resource Management" OR "HRM" 

to capture a broad but relevant pool of 

studies. Filters were applied to limit results to 

English-language, peer-reviewed journal 

articles only. This multi-database approach 

ensured both breadth and academic rigor, 

reducing publication bias and enhancing the 

reliability of the systematic review. 

Articles were included if they 

explicitly explored the relationship between 
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HPWS (or its components) and employee 

resilience, whether theoretically or 

empirically. Studies were excluded if they 

lacked a focus on workplace contexts, were 

not peer-reviewed, or cantered on non-

employee populations such as students or 

clinical groups. Editorials, book chapters, 

theses, and conference papers were also 

excluded to maintain academic quality. The 

initial search yielded 418 records, from which 

57 duplicates were removed. The remaining 

361 studies were screened by title and 

abstract, leading to the exclusion of 207 

articles based on relevance. A full-text review 

of 154 papers resulted in the inclusion of 47 

high-quality articles for final synthesis. 

To ensure academic rigor, each 

selected study was assessed using criteria 

derived from the Mixed Methods Appraisal 

Tool (MMAT) and the Critical Appraisal Skills 

Programme (CASP) checklist. These criteria 

focused on the clarity of research design, 

appropriateness of the sample and context, 

theoretical grounding, methodological 

transparency, and relevance to the HPWS–

resilience linkage. Only studies that met at 

least 70% of the quality indicators were 

retained in the final review set. 

Key information from each study was 

extracted into a coding matrix. This matrix 

included the author(s), year, country, research 

method, sector, type of HPWS practices 

examined, resilience constructs, theoretical 

frameworks used, and major findings. The 

analysis followed a thematic synthesis 

approach, where recurring patterns were 

identified, refined, and grouped into broader 

themes based on Braun and Clarke’s (2006) 

method. A secondary reviewer independently 

verified coding and theme development to 

enhance consistency and reduce subjectivity. 

The findings were organized into 

three overarching themes: (1) specific HPWS 

practices contributing to resilience (e.g., 

training, autonomy, leadership support), (2) 

the presence of mediators or moderators in 

the relationship (e.g., psychological safety, 

perceived organizational support), and (3) the 

theoretical frameworks underpinning this 

linkage, particularly AMO theory and 

Conservation of Resources theory. This 

structured synthesis enables the identification 

of conceptual gaps and offers a foundation for 

developing integrated models linking 

strategic HRM to psychological resilience. 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3. PRISMA 2020 Flow Diagram 
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4. FINDINGS AND 

THEMATIC ANALYSIS 

This section presents the key findings 

from the systematic review of 47 selected 

studies on the relationship between High-

Performance Work Systems (HPWS) and 

employee resilience. Thematic analysis was 

conducted to identify patterns, recurring 

constructs, and underlying theoretical 

linkages. The results are categorized into 

three main themes: HPWS practices that 

support resilience, mediating and moderating 

mechanisms, and theoretical frameworks and 

contextual variables. 

 

 

 

 

 

 

 

 

Figure 4. Thematic Map of Findings 

4.1 HPWS Practices that Promote Resilience 

Across the reviewed literature, 

several HPWS components consistently 

appeared as enablers of employee 

resilience. These include comprehensive 

training and development programs, 

participatory decision-making, 

performance-based rewards, job 

autonomy, and strong internal 

communication systems. 

Training was the most frequently 

cited contributor to resilience, appearing 

in over 70% of the reviewed studies. It 

enhanced employees’ self-efficacy and 

adaptability, enabling them to respond 

positively to changes and setbacks [8]; 

[11] Similarly, participatory practices 

such as team-based decision-making and 

empowerment mechanisms were found 

to enhance psychological ownership, 

which in turn fostered a sense of control 

over work situations—a key attribute of 

resilient behavior [49], [50]. 

Autonomy and flexible work 

arrangements, often embedded within 

HPWS, were also strongly linked to 

adaptive behavior. Employees who 

perceived greater freedom in performing 

tasks were better positioned to reframe 

challenges and demonstrate solution-

oriented thinking [46] Finally, 

organizations that prioritized transparent 

communication and fairness in 

performance appraisals were more likely 

to report employees demonstrating 

higher resilience levels in volatile 

environments [51] 

4.2 Mediators and Moderators in the HPWS–

Resilience Relationship 

The relationship between HPWS 

and resilience was found to be both 

indirect and conditional in many studies. 

Several mediators were identified that 

explain how HPWS practices influence 

resilience. Chief among these was 

psychological empowerment, which 

served as a bridge between 

developmental HR practices and adaptive 

employee behaviors [52] Empowerment-

related constructs such as meaning, 
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competence, autonomy, and impact were 

repeatedly shown to mediate the effect of 

HPWS on resilience [53]. 

Perceived organizational support 

(POS) also emerged as a critical mediator. 

Employees who experienced supportive 

HR environments interpreted HPWS 

practices as organizational care, leading 

to greater resourcefulness and resilience 

during stress [54] Other psychological 

resources—such as hope, optimism, and 

emotional regulation—were less 

frequently explored but appeared in some 

studies grounded in psychological capital 

theory [55]. 

In terms of moderators, 

leadership style was the most prominent 

contextual factor. Empowering and 

transformational leadership styles 

amplified the effectiveness of HPWS 

practices in promoting resilience [39], [53] 

Conversely, toxic leadership 

environments were shown to undermine 

the resource-gaining effects of otherwise 

well-designed HR systems. 

Organizational culture has also 

been empirically validated as a moderator 

of employee performance and adaptive 

behaviors [56] reinforcing its inclusion in 

the HPWS–resilience conceptual model. 

Cultural and institutional context also 

played a moderating role. For example, 

collectivist cultures were more responsive 

to HPWS practices that emphasized 

teamwork and collective rewards, 

whereas individualist settings 

emphasized autonomy and career 

advancement [11] However, only a small 

number of studies empirically tested 

these cross-cultural effects, pointing to a 

gap in the literature. 

4.3 Theoretical Integration and Conceptual 

Linkages 

The two dominant theories used 

to explain the HPWS–resilience 

connection were AMO theory and 

Conservation of Resources (COR) theory. 

AMO theory was often used to structure 

the explanation of how HPWS practices 

influence employees’ capacities, 

motivations, and opportunities to 

demonstrate resilience [6], [7] For 

example, ability-enhancing practices like 

training contributed to resource 

acquisition, while motivation-enhancing 

practices such as incentives and 

recognition reinforced positive 

behavioral responses to stress. 

COR theory added depth by 

highlighting the resource-based logic of 

resilience: when HPWS practices 

supplied key psychological and social 

resources, employees became more 

capable of coping with change and 

adversity [16] Conversely, when HPWS 

practices were implemented without 

regard to workload or fairness, they 

sometimes resulted in resource depletion, 

which diminished resilience—a 

phenomenon referred to as the “dark 

side” of HPWS [20] 

Although a few studies 

attempted to integrate these two 

frameworks, most treated them 

separately, suggesting the need for future 

research that better aligns resource-based 

and capability-based theories. 

5. DISCUSSION 

This systematic review reveals a 

growing body of evidence that connects High-

Performance Work Systems (HPWS) to 

employee resilience, offering both theoretical 

insights and actionable implications for 

organizations operating in dynamic 

environments. The review found that HPWS, 

when designed and implemented 

strategically, can serve as a foundational 

mechanism for fostering adaptive, 

psychologically resourceful, and future-ready 

employees.  Prior local research underscores 

the importance of aligning HR systems with 

organizational strategy to build distinctive 

employee capabilities [57], [58] reinforcing the 

call for context-sensitive implementation of 

HPWS. 

The findings reaffirm the relevance of 

AMO theory in explaining how HR systems 

influence individual resilience. Practices that 

enhance employee ability—such as training 

and knowledge-sharing—equip individuals 
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with the competencies needed to manage 

uncertainty. At the same time, motivation-

enhancing practices like recognition, 

performance-based incentives, and internal 

promotion cultivate a sense of value and 

engagement, further reinforcing 

psychological resilience. Opportunity-

enhancing practices, such as participatory 

decision-making and job autonomy, allow 

employees to exercise control and creativity—

traits closely associated with resilient 

behavior. 

Yet, the evidence also highlights that 

HPWS alone is not sufficient. Its success in 

fostering resilience depends heavily on 

mediating mechanisms such as psychological 

empowerment and perceived organizational 

support. These constructs play a critical role 

in how employees interpret and respond to 

HPWS practices. For example, empowerment 

was consistently linked to higher levels of 

confidence and persistence under stress, 

while perceived support was shown to 

enhance trust and organizational 

commitment—both of which are crucial for 

resilience [17], [54]). 

From a theoretical standpoint, the 

review suggests that Conservation of 

Resources (COR) theory complements the 

AMO framework by offering a resource-based 

explanation of employee behavior under 

stress. Resilience, in this view, is a function of 

how well HPWS practices help employees 

conserve and accumulate key psychological 

and social resources. For instance, training, 

feedback, and leadership support provide 

resource gains that buffer against future 

losses, enabling sustained performance 

during crisis periods [44]). However, this 

positive relationship can be undermined 

when HPWS is perceived as overly 

demanding or misaligned with employee 

needs, leading to stress and burnout—what 

some scholars describe as the “dark side” of 

HPWS [20] 

The practical implications of these 

findings are significant for HR practitioners 

and organizational leaders. First, HR 

managers should view resilience-building as 

a strategic HR outcome, not merely a 

byproduct of culture or leadership. Designing 

HPWS with resilience explicitly in mind 

requires aligning practices with both 

performance goals and psychological safety. 

For example, training programs should be 

paired with mentoring systems that provide 

emotional support, and performance 

appraisals should incorporate developmental 

feedback rather than purely evaluative 

metrics. 

Second, leaders should pay close 

attention to the contextual moderators that 

shape how HPWS impacts resilience. These 

include leadership style, cultural dimensions, 

and sectoral volatility. The review suggests 

that empowering and inclusive leadership 

styles are more effective in unlocking the 

resilience-enhancing potential of HPWS. 

Furthermore, sector-specific challenges—

such as digital transformation in tech, burnout 

in healthcare, or policy shifts in education—

should inform the customization of HPWS 

designs. 

Third, organizations should adopt a 

holistic implementation strategy that 

promotes internal consistency across HR 

practices. The synergistic effect of HPWS 

comes from the interaction of its 

components—isolated implementation of 

training or autonomy may not yield the same 

resilience outcomes as a fully integrated 

system. Strategic alignment between HR 

functions (e.g., recruitment, learning & 

development, and performance management) 

and organizational values is essential. 

Despite the contributions of this 

review, several limitations must be 

acknowledged. First, the inclusion of only 

English-language, peer-reviewed articles may 

introduce language and publication bias, 

potentially overlooking relevant insights from 

non-English contexts or grey literature. 

Second, the predominance of cross-sectional 

designs among the reviewed studies limits the 

ability to draw causal inferences. 

Longitudinal and experimental studies are 

needed to better capture the dynamic and 

evolving nature of resilience in relation to 

HPWS. Third, relatively few studies 

incorporated diverse geographical or sectoral 

contexts, resulting in an underrepresentation 
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of emerging economies and non-corporate 

sectors such as NGOs or public institutions. 

Future research should therefore 

prioritize longitudinal, multi-level studies 

that track how HPWS influences resilience 

over time. There is also a need for cross-

cultural comparative research that examines 

how different cultural value systems mediate 

responses to HR practices. Additionally, 

integrative theoretical models that combine 

AMO, COR, and psychological capital 

frameworks may offer richer explanations for 

the complex pathways between HR systems 

and resilience.In sum, this review affirms that 

resilience is not merely an individual trait but 

a strategically cultivable outcome shaped by 

organizational systems. By leveraging well-

structured HPWS and aligning them with 

empowering environments, organizations can 

better equip their workforce to adapt, recover, 

and grow through disruption—transforming 

adversity into advantage. 

6. CONCLUSION 

This systematic review examined the 

relationship between High-Performance 

Work Systems (HPWS) and employee 

resilience, drawing from 47 peer-reviewed 

studies published between 2012 and 2024. The 

findings demonstrate that well-structured 

HPWS can play a vital role in promoting 

resilience by enhancing employees’ skills, 

motivation, and opportunities to thrive amid 

workplace challenges. Practices such as 

training, participatory decision-making, and 

supportive leadership were particularly 

influential in equipping employees with the 

psychological resources necessary to adapt 

and recover from stress. Furthermore, the 

review confirms that the effects of HPWS on 

resilience are often mediated by 

empowerment and organizational support, 

and shaped by leadership style and cultural 

context. 

From a practical standpoint, this 

study underscores the need for HR 

professionals to view resilience-building as a 

strategic objective rather than an incidental 

benefit. Organizations that invest in cohesive, 

empowerment-driven HR systems are better 

positioned to weather external shocks, 

improve employee well-being, and sustain 

high performance in volatile conditions. 

However, the design and implementation of 

HPWS must be context-sensitive, balancing 

performance expectations with psychological 

safety and inclusivity to avoid unintended 

negative effects, such as emotional exhaustion 

or resource depletion. 

ACKNOWLEDGEMENTS 

The author gratefully acknowledges 

the academic guidance and support provided 

by Ms. Annisa and Mr. Askolani during the 

development of this review. Special thanks 

are extended to Universitas Pendidikan 

Indonesia (UPI) for granting access to Scopus 

and Web of Science through its institutional 

digital library portal, which enabled the 

comprehensive data collection for this study. 

The author also appreciates the constructive 

feedback received from faculty mentors and 

peer reviewers, which significantly improved 

the quality of the final manuscript. 

This research did not receive any 

specific grant from funding agencies in the 

public, commercial, or not-for-profit sectors. 

REFERENCES 

[1] C. L. Cooper, J. Flint-Taylor, and M. Pearn, Building Resilience for Success: A Resource for Managers and Organizations. 

Palgrave Macmillan, 2019. 

[2] M. P. Crayne and K. E. Medeiros, “Making sense of crisis: Charismatic, ideological, and pragmatic leadership in 

response to COVID-19,” American Psychologist, vol. 75, no. 5, pp. 618–630, 2020, doi: 10.1037/amp0000661. 

[3] J. R. C. Kuntz, S. Malinen, and K. Näswall, “Managerial resilience: A critical review and conceptual model,” in Oxford 

Handbook of Positive Organizational Scholarship, 2017, pp. 678–700. 

[4] F. Luthans, C. M. Youssef-Morgan, and B. J. Avolio, Psychological Capital and Beyond. Oxford University Press, 2021. 

[5] I. Meneghel, I. M. Martínez, and M. Salanova, “Job-related antecedents of team resilience and improved team 

performance,” Personnel Review, vol. 45, no. 3, pp. 505–522, 2016, doi: 10.1108/PR-04-2014-0094. 



The Eastasouth Management and Business (ESMB)             

 

Vol. 4, No. 01, September 2025, pp. 207 – 220 

218 

[6] K. Jiang, D. P. Lepak, J. Hu, and J. C. Baer, “How does human resource management influence organizational 

outcomes? A meta-analytic investigation of mediating mechanisms,” Academy of Management Journal, vol. 55, no. 6, 

pp. 1264–1294, 2012, doi: 10.5465/amj.2011.0088. 

[7] E. Appelbaum, T. Bailey, P. Berg, and A. L. Kalleberg, Manufacturing Advantage: Why High-Performance Work Systems 

Pay Off. ILR Press, 2000. 

[8] D. Shin and A. M. Konrad, “Causality between high-performance work systems and organizational performance,” J 

Manage, vol. 43, no. 4, pp. 973–997, 2017, doi: 10.1177/0149206314544746. 

[9] J. Zhang, M. N. Akhtar, P. M. Bal, Y. Zhang, and U. Talat, “How Do High-Performance Work Systems Affect 

Individual Outcomes: A Multilevel Perspective,” Front Psychol, vol. 9, p. 586, 2018, doi: 10.3389/fpsyg.2018.00586. 

[10] A. Ciptagustia and K. Kusnendi, “The dimension of Employer Branding and Employee Value Proposition at 

Academic Community Perspective,” The International Journal of Business Review (The Jobs Review), vol. 5, no. 2, pp. 

151–158, 2023. 

[11] X. Yao, M. Zhang, and Y. Luo, “Building resilient employees through strategic HRM: Evidence from China,” Asia 

Pacific Journal of Human Resources, vol. 60, no. 3, pp. 341–361, 2022, doi: 10.1111/1744-7941.12317. 

[12] F. L. Cooke, J. Wang, and T. Bartram, “Post-pandemic recovery and employee well-being: The role of strategic 

HRM,” Human Resource Management Journal, vol. 33, no. 2, pp. 202–217, 2023, doi: 10.1111/1748-8583.12429. 

[13] J. Barlow, B. Roe, and C. Gerrard, “The role of resilience in the post-COVID workplace,” Human Resource Development 

International, vol. 23, no. 5, pp. 529–543, 2020. 

[14] K. Dery, I. M. Sebastian, and N. van der Meulen, “Resilience by design: How HR shapes agile organizations,” 

Academy of Management Perspectives, vol. 36, no. 1, pp. 86–101, 2022, doi: 10.5465/amp.2019.0096. 

[15] I. M. Sidik, Y. Firmansyah, and A. Ciptagustia, “Implementation of hybrid work system in supporting employees’ 

work-life balance,” Journal of Global Business and Management Review, vol. 6, no. 2, pp. 253–259, 2024. 

[16] S. E. Hobfoll, J. Halbesleben, J. P. Neveu, and M. Westman, “Conservation of resources in the organizational context: 

The reality of resources and their consequences,” Annual Review of Organizational Psychology and Organizational 

Behavior, vol. 5, pp. 103–128, 2018, doi: 10.1146/annurev-orgpsych-032117-104640. 

[17] B. Afsar, W. A. Umrani, and A. Khan, “High-performance work systems and innovative work behavior: The 

mediating role of psychological empowerment,” J Bus Res, vol. 135, pp. 346–356, 2021, doi: 

10.1016/j.jbusres.2021.06.053. 

[18] D. Shin and A. M. Konrad, “Causality between high-performance work systems and organizational performance,” J 

Manage, vol. 43, no. 4, pp. 973–997, 2017, doi: 10.1177/0149206314544746. 

[19] J. R. C. Kuntz, S. Malinen, and K. Näswall, “Managerial resilience: A critical review and conceptual model,” in Oxford 

Handbook of Positive Organizational Scholarship, 2017, pp. 678–700. 

[20] T. Bartram, F. L. Cooke, and P. Nguyen, “HRM’s role in building employee resilience,” Human Resource Management 

Review, vol. 32, no. 1, p. 100823, 2022, doi: 10.1016/j.hrmr.2021.100823. 

[21] F. L. Cooke, J. Wang, and T. Bartram, “Post-pandemic recovery and employee well-being: The role of strategic 

HRM,” Human Resource Management Journal, vol. 33, no. 2, pp. 202–217, 2023, doi: 10.1111/1748-8583.12429. 

[22] X. Yao, M. Zhang, and Y. Luo, “Building resilient employees through strategic HRM: Evidence from China,” Asia 

Pacific Journal of Human Resources, vol. 60, no. 3, pp. 341–361, 2022, doi: 10.1111/1744-7941.12317. 

[23] E. Appelbaum, T. Bailey, P. Berg, and A. L. Kalleberg, Manufacturing Advantage: Why High-Performance Work Systems 

Pay Off. ILR Press, 2000. 

[24] S. E. Hobfoll, “Conservation of resources: A new attempt at conceptualizing stress,” American Psychologist, vol. 44, 

no. 3, pp. 513–524, 1989. 

[25] P. Boxall and K. Macky, “Research and theory on high-performance work systems: Progressing the high-

involvement stream,” Human Resource Management Journal, vol. 19, no. 1, pp. 3–23, 2009, doi: 10.1111/j.1748-

8583.2008.00082.x. 

[26] K. Jiang, D. P. Lepak, J. Hu, and J. C. Baer, “How does human resource management influence organizational 

outcomes? A meta-analytic investigation of mediating mechanisms,” Academy of Management Journal, vol. 55, no. 6, 

pp. 1264–1294, 2012, doi: 10.5465/amj.2011.0088. 

[27] L.-Y. Sun, S. Aryee, and K. S. Law, “High-performance human resource practices, citizenship behavior, and 

organizational performance: A relational perspective,” Academy of Management Journal, vol. 50, no. 3, pp. 558–577, 

2007, doi: 10.5465/amj.2007.25525821. 

[28] E. Appelbaum, T. Bailey, P. Berg, and A. L. Kalleberg, Manufacturing Advantage: Why High-Performance Work Systems 

Pay Off. ILR Press, 2000. 

[29] D. P. Lepak, H. Liao, Y. Chung, and E. E. Harden, “A conceptual review of human resource management systems in 

strategic human resource management research,” J Manage, vol. 32, no. 6, pp. 953–972, 2006, doi: 

10.1177/0149206306293668. 

[30] K. Alfes, A. Shantz, C. Truss, and E. C. Soane, “The link between perceived HRM practices, engagement and 

employee behaviour: A moderated mediation model,” International Journal of Human Resource Management, vol. 24, 

no. 2, pp. 330–351, 2013, doi: 10.1080/09585192.2012.679950. 

[31] J. G. Messersmith, P. C. Patel, D. P. Lepak, and J. S. Gould-Williams, “Unlocking the black box: Exploring the link 

between high-performance work systems and performance,” Journal of Applied Psychology, vol. 96, no. 6, pp. 1105–

1118, 2011, doi: 10.1037/a0024710. 



The Eastasouth Management and Business (ESMB)             

 

Vol. 4, No. 01, September 2025, pp. 207 – 220 

219 

[32] F. Luthans, G. R. Vogelgesang, and P. B. Lester, “Developing the psychological capital of resiliency,” Human Resource 

Development Review, vol. 5, no. 1, pp. 25–44, 2006, doi: 10.1177/1534484305285335. 

[33] C. L. Cooper, J. Flint-Taylor, and M. Pearn, Building Resilience for Success: A Resource for Managers and Organizations. 

Palgrave Macmillan, 2019. 

[34] J. R. C. Kuntz, K. Näswall, and S. Malinen, “Resilient employees in resilient organizations: Flourishing beyond 

adversity,” Ind Organ Psychol, vol. 10, no. 3, pp. 345–350, 2017, doi: 10.1017/iop.2017.29. 

[35] I. Meneghel, I. M. Martínez, and M. Salanova, “Job-related antecedents of team resilience and improved team 

performance,” Personnel Review, vol. 45, no. 3, pp. 505–522, 2016, doi: 10.1108/PR-04-2014-0094. 

[36] J. Barlow, B. Roe, and C. Gerrard, “The role of resilience in the post-COVID workplace,” Human Resource Development 

International, vol. 23, no. 5, pp. 529–543, 2020. 

[37] B. Afsar, W. A. Umrani, and A. Khan, “High-performance work systems and innovative work behavior: The 

mediating role of psychological empowerment,” J Bus Res, vol. 135, pp. 346–356, 2021, doi: 

10.1016/j.jbusres.2021.06.053. 

[38] E. A. Bardoel, T. M. Pettit, H. De Cieri, and L. McMillan, “Employee resilience: An emerging challenge for HRM,” 

Asia Pacific Journal of Human Resources, vol. 52, no. 3, pp. 279–297, 2014, doi: 10.1111/1744-7941.12033. 

[39] E. P. Karam, W. L. Gardner, and D. Fernandes, “Authentic leadership, resilience, and employee outcomes,” J Leadersh 

Organ Stud, vol. 29, no. 2, pp. 202–216, 2022, doi: 10.1177/15480518211057334. 

[40] E. Appelbaum, T. Bailey, P. Berg, and A. L. Kalleberg, Manufacturing Advantage: Why High-Performance Work Systems 

Pay Off. ILR Press, 2000. 

[41] D. P. Lepak, H. Liao, Y. Chung, and E. E. Harden, “A conceptual review of human resource management systems in 

strategic human resource management research,” J Manage, vol. 32, no. 6, pp. 953–972, 2006, doi: 

10.1177/0149206306293668. 

[42] A. Ciptagustia, “Pengaruh Manajemen Pengetahuan Melalui Knowledge Worker Terhadap Efektivitas Organisasi 

Program Studi S1 Di Universitas Pendidikan Indonesia,” Image: Jurnal Riset Manajemen, vol. 3, no. 1, 2014. 

[43] S. E. Hobfoll, “Conservation of resources: A new attempt at conceptualizing stress,” American Psychologist, vol. 44, 

no. 3, pp. 513–524, 1989. 

[44] S. E. Hobfoll, J. Halbesleben, J. P. Neveu, and M. Westman, “Conservation of resources in the organizational context: 

The reality of resources and their consequences,” Annual Review of Organizational Psychology and Organizational 

Behavior, vol. 5, pp. 103–128, 2018, doi: 10.1146/annurev-orgpsych-032117-104640. 

[45] B. Afsar, W. A. Umrani, and A. Khan, “High-performance work systems and innovative work behavior: The 

mediating role of psychological empowerment,” J Bus Res, vol. 135, pp. 346–356, 2021, doi: 

10.1016/j.jbusres.2021.06.053. 

[46] P. Singh, K. K. Pandey, and S. Kumar, “Sustainable packaging in e-commerce: A cost-benefit analysis,” International 

Journal of Logistics Management, vol. 32, no. 2, pp. 456–473, 2021. 

[47] A. Ciptagustia, “Pengaruh Manajemen Pengetahuan Melalui Knowledge Worker Terhadap Efektivitas Organisasi 

Program Studi S1 Di Universitas Pendidikan Indonesia,” Image: Jurnal Riset Manajemen, vol. 3, no. 1, 2014. 

[48] M. J. Page and et al., “The PRISMA 2020 statement: An updated guideline for reporting systematic reviews,” BMJ, 

vol. 372, p. n71, 2021, doi: 10.1136/bmj.n71. 

[49] T. Bartram, F. L. Cooke, and P. Nguyen, “HRM’s role in building employee resilience,” Human Resource Management 

Review, vol. 32, no. 1, p. 100823, 2022, doi: 10.1016/j.hrmr.2021.100823. 

[50] E. P. Karam, W. L. Gardner, and D. Fernandes, “Authentic leadership, resilience, and employee outcomes,” J Leadersh 

Organ Stud, vol. 29, no. 2, pp. 202–216, 2022, doi: 10.1177/15480518211057334. 

[51] F. L. Cooke, J. Wang, and T. Bartram, “Post-pandemic recovery and employee well-being: The role of strategic 

HRM,” Human Resource Management Journal, vol. 33, no. 2, pp. 202–217, 2023, doi: 10.1111/1748-8583.12429. 

[52] B. Afsar, W. A. Umrani, and A. Khan, “High-performance work systems and innovative work behavior: The 

mediating role of psychological empowerment,” J Bus Res, vol. 135, pp. 346–356, 2021, doi: 

10.1016/j.jbusres.2021.06.053. 

[53] Y. Shin, W.-M. Hur, and H. Hwang, “Impacts of customer incivility and abusive supervision on employee 

performance: a comparative study of the pre- and post-COVID-19 periods,” Service Business, vol. 16, pp. 309–330, 

2022, doi: 10.1007/s11628-021-00456-7. 

[54] J. Zhang, M. N. Akhtar, P. M. Bal, Y. Zhang, and U. Talat, “How Do High-Performance Work Systems Affect 

Individual Outcomes: A Multilevel Perspective,” Front Psychol, vol. 9, p. 586, 2018, doi: 10.3389/fpsyg.2018.00586. 

[55] F. Luthans, C. M. Youssef-Morgan, and B. J. Avolio, Psychological Capital and Beyond. Oxford University Press, 2021. 

[56] D. D. Hanifah, R. Rofaida, and A. Ciptagustia, “Organizational culture and its impact on employee performance,” 

Human Resource Management Studies, vol. 1, no. 2, pp. 116–130, 2021. 

[57] A. Ciptagustia, “Pengaruh Manajemen Talenta Terhadap Distinctive Capabilities serta Implikasinya Pada 

Keunggulan Bersaing Industri Furniture Rotan,” Jurnal Manajemen Dan Bisnis Performa, vol. 16, no. 1, pp. 1–15, 2019. 

[58] A. Ciptagustia and K. Kusnendi, “Distinctive Capabilities: Can it be a source of competitive advantage?,” in 65 (Icebef 

2018), 2019, pp. 99–102. 

  

 



The Eastasouth Management and Business (ESMB)             

 

Vol. 4, No. 01, September 2025, pp. 207 – 220 

220 

BIOGRAPHIES OF AUTHORS 

 

 

 

Karimova Aziza Lazizjon Qizi is a Management undergraduate student at Tashkent 

State University of Economics (TSUE), Uzbekistan. Since September 2024, she has been 

continuing her 7th and 8th semesters at Universitas Pendidikan Indonesia (UPI), 

Indonesia, as part of a double-degree program. Her academic interests include strategic 

management and human resources, with a focus on cross-cultural business practices. 

Email: muslimakarimova70@gmail.com  

 

  

Annisa Ciptagustia, S.E., M.Si. is a lecturer in the Department of Management at the 

Faculty of Economics and Business Education, Universitas Pendidikan Indonesia (UPI), 

Bandung, Indonesia. She earned her Bachelor's degree in Management from UPI and 

pursued further studies at Universitas Padjadjaran (Unpad). Her research interests 

encompass Human Resource Management, Knowledge Management, and Sustainable 

Competitive Advantage. She has contributed to various publications, including studies 

on employer branding in higher education institutions and analyses of work engagement 

and work-family conflict trends. Email: annisacipta@upi.edu  

 

 
 

Dr. Askolani, S.E., M.M. is a lecturer and the Secretary of the Management Study 

Program at the Faculty of Economics and Business Education, Universitas Pendidikan 

Indonesia (UPI), Bandung, Indonesia. He specializes in Strategic Human Resource 

Management and has contributed to various research projects in this field. Dr. Askolani 

has co-authored several academic publications, including studies on organizational 

citizenship behavior and employee performance. He also serves as the Deputy 

Coordinator for Publications and Publishing at Masjid Al-Furqon UPI. Email: 

asko@upi.edu  

 

 

 

mailto:muslimakarimova70@gmail.com
mailto:annisacipta@upi.edu
mailto:asko@upi.edu

